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Introduction
Good job performance in the university libraries contributes immensely to the
growth and development of the parent universities. Good job performance makes the
university communities and the general reading public to have confidence in university
libraries. In turn, such confidences in the university libraries facilitate the effective
utilization of the libraries. Thus, the only way for the libraries to achieve and retain such
confidence is for the librarians to consistently maintain good job performance in their
libraries. This is because job performance is a very significant factor that affects the
viability of an organization, particularly university library. Conversely, inefficient job
performance will not only set a negative trend but will lead to a collapse of the
organization as it is associated with lower productivity, profitability and impairment of
overall organizational effectiveness (Bevan, Okoyo & Ezejiofor cited in Jayaweera
(2015).
However, several factors may be responsible for good or poor job performance
among librarians in university libraries. Prominent among these factors is motivation.
According to Senen (2018) motivation has been proved to have an influential role on work
performance. Birgirisla (2016) described motivation as one's direction to behaviour or
what causes a person to repeat behaviour and vice versa. According to Onwuka and
Anyikwa (2012) motivation is an energizing force within and outside the individual,
which makes the individual to perform best and achieve the standard of excellence.
Motivation is in two types: the intrinsic and extrinsic (inside and outside). Ryan and Deci
cited in Korb (2012) opined that, intrinsic motivation comes from within and is driven by
interest or enjoyment. Intrinsically motivated behaviours are those behaviours that are
based on interest, satisfaction or enjoyment in the activity. While, extrinsic motivation
comes from outside factors. It comes in form of rewards, increase in salary, grades and
good working conditions. Extrinsic rewards are usually in finance. These are the tangible
rewards that managers provide for their employees, such as bonuses, promotions, and
benefits. They are called “extrinsic” because they are external to the work itself, and other
people control their size and whether or not they are granted. In some organizations,
workers are both intrinsically and extrinsically motivated. However, the level of
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motivation varies from one organization to others. While in some libraries the level of
motivation is either high or low.
It is important in this 21st century for academic libraries administrators to
understand that boosting librarian’s job performance through motivation is necessary in
other to effectively maximize job performance to avert the consequences of poor
performance such as under-utilization, lack of confidence and reduction of library’ users
in the academic libraries.
Statement of Problem
The issue of good job performance in academic libraries cannot be overemphasized. There
have been under-utilization of the university libraries and loss of interest among users in
using the university libraries, as a result of poor performance. It is a common belief among
the University communities that librarians perform their duties with lethargy and underperforming thus making lecturers, students and the general public to lose confidence in
many university libraries in Nigeria today. This ugly trend has been a source of worry to
library administrators and the various university managements in Nigeria. Hence there is
urgent need to search for possible factors that bring about the poor performance of
librarians in the region. The researcher deemed it necessary to investigate whether lack of
motivation attributed to the poor job performance of librarians in University Libraries in
South-South Nigeria.
Purpose of the Study
The main purpose of this study is to find out the relationship between librarians’
motivation and their job performance in University Libraries in South-South Nigeria. In
this regard, the study was designed specifically to determine:
1. The level of motivation among librarians in University libraries in South-South
Nigeria?
2. The relationship between librarians’ motivation and their job performance in
University Libraries South-South Nigeria.
3. The significant relationship among librarians’ motivation and their job performance
in University Libraries South-South Nigeria.
Research Question
The research questions below were developed to guide the study:
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1.

What is the level of motivation among librarians in University libraries in SouthSouth Nigeria?

2.

What is the relationship between librarians’ motivation and their job

performance

in University libraries in South-South Nigeria?
Hypotheses
The null hypothesis was formulated to guide the study:
HO1. There is no significant relationship between librarians’ motivation and their job
performance in University libraries in South-South Nigeria.
Literature Review
Theoretical Framework
This section of this study highlights the model used in the study. The study used the
Vroom Expectancy Model to guide the study.
Vroom (1964) Expectancy Model
Efforts

Performance

Outcome e.g. promotion

Figure 1: The expectancy model
Expectancy theory was propounded by Victor Vroom and published 1964
(Muogbo, 2013). The theory proposed that people are motivated on how much they want
something and how likely they think they can get it. The theory stated that motivation
leads to efforts and the efforts combined with employees’ ability (self-efficacy) together
with environmental factors interplay to determine performance. This performance in turn
leads to various outcomes, some of which has an association value called valence. The
expectancy model states that people are motivated to work when they expect to achieve
things they want from their job. These things might include satisfaction of safety needs,
the excitement of doing a challenging task, or the ability to set and achieve difficult goals.
The expectancy model is concerned with the relationship between motivation and
job performance which this study is also investigating. Thus, the model provides
guidelines for this study. In addition, other empirical studies are review below to support
and guide the study.
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Bigirislas (2016) investigated the effects of working condition on academic staff
motivation at Africa University, Mutare, Zimbabwe. Through stratified random sampling,
a sample of 35 academic staff that represents the three categories of lecturer, senior
lecturer and professor was selected from a total of 74. A structured questionnaire was
distributed to the participants and the study revealed that the working conditions were
unfavorable. Motivation was downplayed by factors such as uncompetitive salaries, noncollegiality decision-making, opportunity in career development and academic freedom.
This study recommends that Africa University should work towards minimizing hygiene
factors and improving motivators if the institution wants to attract and retain experienced
and competent academic staff.
Ekere (2012) examined the impact of intrinsic motivation on librarians’ job satisfaction
in university libraries in Nigeria. Survey research design was employed while the
population of the study was about 685 librarians in the 25 and 36 Federal and State
Universities respectively. A sample size of 458 (80%) librarians in the 15 Federal and 16
State Universities in Nigeria respectively were randomly sampled using proportionate
stratified random sampling. A modified version of the Minnesota Satisfaction
Questionnaire (MSQ) on five point Likert scale was adopted. Descriptive statistics was
used to provide answer to a research question, while Analysis of Variance (ANOVA) was
used to test the hypothesis. The result of the descriptive analysis showed that the intrinsic
motivational factors (with mean scores) that existed in university libraries in Nigeria are
work itself (3.35), achievement (4.13) and recognition (3.85). The conclusion from the
above mean score is that librarians were highly motivated and satisfied with these factors.
Ufuophu-Biri and Iwu (2014) investigated job motivation, job performance and
gender relations in the broadcast sector in Nigeria. The study used descriptive research
design method. Data for this study was collected with the help of a questionnaire, which
contained closed-ended, open-ended and Likert scaled questions. The sample of 600
respondents was selected through a multi-stage sampling procedure. The study revealed
common link between motivation and job performance and is based on the argument that
high job motivations will likely lead to high job performance.
Buberwa (2015) investigated the role of motivation on academic staff performance
in Tanzania public Universities: underpinning intrinsic and extrinsic facets. Case study
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design was employed. The case study was carried out on Moshi University College of Cooperative and Business Studies (MUCCBS) now known as Moshi Cooperative University
(MoCU). Questionnaire was used to collect data for the study. The data on perceptions
and contribution of motivational aspects of academic staff performance was analyzed
using Statistical Package for Social Science (SPSS).
The study revealed that both intrinsic and extrinsic aspects of motivation play
crucial and undeniable roles in boosting academic staff performance. Aspects like salary,
allowances, good working conditions, recognition and career advancement emerged as
factors during the cause of research and all academic staff sampled concurred to their
positive role in enhancing high performance. The study further disclosed that deductions
on employees’ salary are numerous and cause many to be de-motivated to perform highly.
The study recommended that the government should reduce the P.A.Y.E that affects the
salary and dwindles academic staff performance.
Also, Ibrahim and Brobbey (2015) investigated the relationship of motivation and
employee performance. Descriptive survey method was adopted for the study while, data
for the study was obtained from staff of four sampled financial institutions in Ghana. A
sample size of 80 respondents was used for the study. This sample was selected through
the simple random sampling technique.
Findings from the study revealed that leadership opportunities, recognition and
employee appraisal, meeting employee expectations and socialization are the key factors
that motivate employees and boost their productivity. The findings further revealed that
managerial standards, motivation, commitment, employee evaluations, positive work
environment, technology, lack of incentives, comfort level and poor management are
factors that affect employees’ performance. The study further shows the impact of
motivation on organizational performance as improving employees’ level of efficiency,
helping employees to meet their personal goals, employee satisfaction, and helping
employees bond with the organization.
Delgado, Mae and Yap (2018) investigated the level of work motivation and its
relationship to job performance of non-academic staff at Capiz system. The primarily
objectives of this study was to determine the level of work motivation and its relationship
to job performance of non-academic staff of CapSU State University. The study was
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conducted at CapSU State University during academic year 2017-2018. Data were
analyzed using both descriptive statistics and inferential statistics.
Results were interpreted at 5 percent alpha level of significance. The findings
revealed that all the non-academic staff of CapSU have high level of work motivation.
Overall, all the non-academic staff of CapSU have very good performance in their job.
There is significant relationship between level of work motivation and job performance
(r=0.548, p=0.000).
Katamba, Akor and Opaleke (2016) investigated the influence of motivation and
job satisfaction on the performance of staff in university libraries in north central geopolitical zone of Nigeria The main objective of the study was to investigate two forms
of relationships, relationship between motivation and performance as well as
relationship between job satisfaction and job performance in university libraries in
North central geo-political zone of Nigeria.
Survey research was used while the subjects of the study consisted of all the
professional and paraprofessional staff in fully operational university libraries in the
geopolitical zone. Four point likert scale questionnaire tagged: Motivation Job
Satisfaction, Job Performance questionnaire (MFJSJPQ) was designed and used in data
collection. Pearson product moment correlation was used to test the null hypotheses at
0.05 level of significance.
It was discovered that there was no significant relationship between motivation
and job performance and there was no significant relationship between job satisfaction
and job performance among professional and paraprofessional staff in university
libraries in the North Central, Nigeria. The study recommended that the management
of university libraries in the North central Nigeria should adequately motivate library
personnel by way of annual award, regular payment of salaries, promotion and staff
development, communication and adaptation of democratic leadership style.
Kalhoro, Ashique and Sameena (2017) investigated collective impact of intrinsic
and extrinsic motivation on organizational commitment and work performance of bank
officers in Pakistan. About 500 closed-ended questionnaires were distributed among the
six targeted private commercial banks 250 returned and 223 were usable. Structural
equation modeling using Smart PLS was employed to test conceptualized relationships.
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Findings reveal extrinsic and intrinsic motivations are positively and significantly
and positively associated with employees’ performance. Findings also suggest that
extrinsic and intrinsic motivation shows positive linkage with organization commitment.
It also reveals that private commercial banks should consider their employees as valuable
asset in order to increase the organizational performance.
These empirical studies are related to the present study as both studies investigate
the relationship between motivation and job performance and used questionnaire.
However, different research designs, categories of respondents and geographical location
were used in the studies. Nevertheless, the studies provides directive for the formulation
of research question and hypothesis used in this study.
Methodology
The study investigated the relationship between librarians’ motivation and their
job performance in South- South, Nigeria. The study adopted the correlational research
design. The population of this study comprised 170 Librarians employed in twelve (12)
University libraries in South- South, Nigeria. The entire population of 170 librarians
drawn from the twelve University libraries was used due to the relative small size of the
population. The study used questionnaire to elicit data from the respondents. Two
questionnaires entitled “Librarians’ Motivation Questionnaire” (LMQ) and “Librarians’
Job Performance Questionnaire” (LJPQ) respectively were used to collect data. The
response format ranged from Strongly Agree (SA) = 4, Neutral 3, Disagree 2 to Strongly
Disagree (SD) = 1. The reliability coefficients of 0.892 and 0.923 were obtained
respectively for LMQ and LJPQ. Mean and standard deviation, and Pearson Moment
Correlation coefficient were used to analyze the data related to the research questions. The
null hypothesis was tested with t-test at 0.05 level of significance. In taking decisions on
the hypotheses, the null hypothesis is rejected if the calculated value is greater than tcritical value.
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Presentation and Interpretation of Findings
RQ1: What is the level of librarians’ motivation in University libraries in South-South
Nigeria?
Table 1: Summary of mean and standard deviation scores of respondents on the levels
of motivation among library staff in academic libraries in South-South Nigeria
S/N Items
I am motivated:
1
With the provision of
continued professional
development opportunities.
2
With the recognition of my
efforts in my place of
work.
3
With the provision of my
esteem needs
4
So I like my job better the
average workers does.
5
I have been provided with
safety/job security.
6
With the provision of my
social needs
7
With the provision of selfactualization at work.
Total Mean

VH
(4)
65
(260)

H
(3)
56
(168)

L
(2)
27
(54)

VL
(1)
10
(10)

Total

Mean

SD

158
(492)

3.11

0.910

52
(208)

59
(177)

33
(66)

14
(14)

158
(465)

2.94

0.946

40
(160)
75
(300)
62
(248)
74
(296)
82
(328)
64
(256)

88
(264)
40
(120)
47
(141)
42
(126)
40
(120)
53
(159)

22
(44)
34
(68)
38
(76)
32
(64)
25
(50)
30
(60)

8
(8)
9
(9)
11
(11)
10
(10)
11
(11)
11
(11)

158
(476)
158
(497)
158
(476)
158
(496)
158
(509)
158
(486)

3.01

0.774

3.15

0.950

3.01

0.958

3.14

0.954

3.22

0.955

3.08

0.921

Cut-off mean = 2.50; N = 158
The data presented in table 1 reveals that, all the items mean scores of 3.11, 2.94, 3.01,
3.15, 3.01, 3.14 and 3.22 were greater than the cut-off mean score of 2.50. On the whole
the total mean score of 3.08 was also greater than the cut-off mean score of 2.50. This
implies that there exists a positive level of motivation among library staff in academic
libraries in South-South Nigeria.
RQ2: What is the relationship between librarians’ motivation and their job performance
in University libraries in South-South Nigeria?
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Table 2: Relationship between librarians’ motivation and their job performance in
University libraries in South-South Nigeria
N

Correlation Coefficient (r)

153

Remark

.728

High Positive Relationship

Data presented on Table 2 shows the nature of relationship between librarians’
motivation and their job performance in University libraries in South-South Nigeria. The
analysis reveals a high positive relationship between motivation and job performance of
librarians in University libraries in South-South Nigeria (r=.728, n=153).
Hypothesis Testing
HO1: There is no significant relationship between librarians’ motivation and their job
performance in University libraries in South-South Nigeria.
Table 3: Test of significance of relationship between librarians’ motivation and their
job performance in University libraries in South-South Nigeria
Correlation Coefficient (r)

N

df

153

151

α

t-calculated t-critical

Decision
.728

.05

13.03

1.960

Significant

Data presented on Table 3 indicates that the t-calculated value (13.30) is greater
than the t-critical value (1.960) at .05 alpha level (13.03 ˃ 1.960). Therefore, the null
hypothesis was rejected. Hence there is a significant relationship between librarians’
motivation and their job performance in University libraries in South-South Nigeria.
Discussion of Findings
The result on level of motivation among the librarians in University libraries in SouthSouth Nigeria is high. The statistical analysis shows that the grand mean score of 3.08 is
greater than the cut-off mean of 2.50. This simply implies that the staffs are highly
motivated in various libraries investigated. The finding is in agreement with that of Ekere
(2012) that showed that the intrinsic motivational factors (with mean scores) that existed
in university libraries in Nigeria are work itself (3.35), achievement (4.13) and recognition
9

(3.85). The conclusion from the above mean score is that librarians were highly motivated
and satisfied with these factors.
The finding of the relationship between librarians’ motivation and their job
performance revealed that, there is a high positive relationship between motivation and
job performance of librarians in the University libraries in South-South Nigeria. The high
positive relationship between librarians’ motivation and job performance could be as a
result of the available staff training and development programmes, good condition of
service guidelines and reward policies in the various University libraries investigated. In
other words, the librarians are well motivated in their respective libraries in the SouthSouth Nigeria. The finding is in agreement with that of Ufuophu-Biri and Iwu (2014)
study that revealed positive relationship between motivation and job performance. This is
based on the argument that high job motivations will likely lead to high job performance.
The finding of the present study also agrees with Ibrahim and Brobbey (2015) who
investigated the relationship of motivation and employee performance and found that the
impact of motivation on organizational performance include: improving employees’ level
of efficiency, helping employees to meet their personal goals, employee satisfaction, and
helping employees bond with the organization.
The finding of this study is in agreement with the finding of Buberwa (2015) who
posited that both intrinsic and extrinsic aspects of motivation play undeniable roles in
boosting academic staff performance. Aspects like salary, allowances, conducive working
environment, recognition and career advancement emerged prominently during the cause
of research and all academic staff sampled concurred to their positive role in enhancing
high performance.
Recommendations
Based on the results and implications of the study, the following recommendations
were made:
1. The University authorities, particularly the university librarians should maintain and
possibly increase the level of motivation of the librarians by providing better
incentives such as staff development programmes, short courses and other training
opportunities. These opportunities would lead to hard work that will increase job
performance in the libraries.
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2. The various stakeholders (Nigerian Labour Congress (NLC), Trade Union Congress
(TUC) , Nigerian Library Association (NLA) etc. should provide policies and
guidelines to regulate the provision of the basic needs of the Nigerian worker in the
various sectors.
Conclusion
Over the years motivation and job performance have been a major concern to
employers of labour. Measure such as motivation has been adopted to ensure good job
performance among employees. In furtherance, this study investigated the level of
motivation and the relationship between motivation and job performance in South-South,
Nigeria. Based on the findings of this research work, it was concluded that the level of
motivation was high and as well positive relationship exists between librarians’
motivation and their job performance in University libraries in South-South Nigeria. Also,
the revealed librarians’ positive relationship is significant. This simply implied that the
high job performance indicated was as a result of effective motivation strategy adopted in
the university libraries under investigation.
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